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ABSTRACT 



The purpose of this practicum is to implement a series of activities that 
will change the staff selection process in special education. It is a con- 
certed effort to assist Directors of Special Education in the complex task of 
personnel identification atid selection. The specific issues considered are 
as follows: 

• Skills or competencies expected in Special Education staff 
roles 

The administrators responsible for the selection of special 
education staff need to be aware of the knowledge, skills, 
and competencies that each special education role entails. 
The roles to be considered involve instructional units, 
supervisory and para-professionals roles. 

• Guidelines for Special Education Certification in Texas 

Guidelines for certification of Special Education staff 
in Texas can be overwhelming to a new director and, in 
some cases, are perplexing even to experienced directors 
of special education. 

• Practices and Techniques in the Selection of Special 
Education Personnel 

The staff selection process involves the recruitment, 
selection, assignment, and orientation of personnel. The 
effective selection of staff may be the responsibility of 
several staff members in a district who are usually not 
trained ii> the staff selection process. Numerous techni- 
ques are applied and awareness and skill in their imple- 
mentation may be the difference between an excellent choice 
of school staff or a costly error to the district and to 
the students affected by the ineffective selection. 

A practicum addressing the concerns stated above was planned, designed, and 

Implemented. The series of activities -^arried out by the practitioner are as 

follows: 

• Conducting a needs assessment to identify problem areas in, the 
selection of special education staff. 

• Surveying the literature for results of research on effective 
competencies for successful special education staff. 



Designing and publishing a self-study source book on 
staff selection for Directors of Special Education, 

• Designing and implementing a seminar for Special Edu- 
cation Directors on "Changing the Staff Selection 
Process in Special Education." 

• Disseminating a source book to a large population of 
persons involved in. staff selection on the public 
school, college, and university settings. 

• Making observations of interviews conducted by a target 
population of directors who undertook self-study of 
source book. 

• Designing and using numerous Instruments applicable to 
the practicum activities. 

• Analyzing and reporting results of data, collected. 

• Conducting formative and summative evaluation activities. 

All of the activities were implemented as planned and described in the 
practicum report. Evaluation results indicate that the practicum met its 
objective which was to change or to make an impact on the staff selection 
process In Special Education for the target group involved with the 
practicum. 
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INTP.ODUCTION 



One of the most important administrative functions for Directors of 
Special Education is that of staff selection. The complexity of the process 
is determined by the size of the school district. The larger the district 
the greater the number of persons who may be involved in identifying staff. 
Very few districts provide training to the district staff involved in the 
staff selection process. The usual procedures applied are personal inter- 
views and review of the reference folder. 

The practitioner is concerned with the procedure of staff selection for 
special education. The ultimate goal is to influence change with the result 
being improvement in the staff selection process for special education. 

To reach this goal the practitioner implemented the activities noted 
follows: 

• To review the literature in order to identify competencies 
desirable in the selected special education roles . 

The survey of the literature was conducted at several libraries 
of local colleges and universities. Research studies werej 
reviewed and analyzed to identify desirable competencies In 
instructional, supervisory, and paraprofessional staff. 

• To design and disseminate a manual on staff selection 
practices, techniques, and other data . 

The manual contains information on the traditional staff 
selection practices and some other procedures that are 
possible in the identification of staff but are not 
currently being used. It also contains the guidelines for 
special education certification in Texas, competencies on 
selected staff roles, and some special education role 
: descriptions. 

• To plan and implement a seminar for Directors of Special 
Education on practices and techniques on s taff selection . 

A seminar on "Changing the Staff Selection Process" in 
Special Education was designed and implemented for area 
Directors of Special Education. Techniques and practices 
in school staff selection were presented by practitioner. 
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• To disseminate source book to Directors of Special 
Education^ and other colleagues in education . 

The source book was sent to colleagues in the region as 
well as other parts of the state for their review and 
evaluation. Revisions suggested were made. 

• To observe interviews conducted by target population of 
Special Education Directors . 

Interviews by Directors of Special Education were observed 
by the practitioner who no ted , on checklis t , technicjues 
and practices used during the session. 

• To evaluate the series cf activities planned for the v 
practicum . 

Formative and summative evaluation activities using 
instruments designed by the practitioner were completed. 

The practitioner worked on the practicum from July 1975 to June, 1976. 
The activities were implemented and were well received by colleagues involved 
In the various activities. The source book self-study by the target popu- 
lation, the seminar, the dissemination to colleagues of the source book, and 
the observations of Interviews were implemented and evaluated by participants 
as effective. 
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1. 



STATEMENT OF THE PROBLEM 



Special Education Directors, both experienced and new to the role, fre- 
quently face the problem of staff selection. What are the desirable com- 
petencies for the special education staff who will be responsible for helping 
children with a complexity of learning, emotional, and physical problems? 
Another phase of the same concern is what is the process to ensure the most 
effective selection of staff? 

Staff selection involves numerous functions such as recruitment, selection, 
assignment, orientation, and many others. For the purpose of this practicum, 
the selection process is being emphasized since this is the area in which 
Directors of Special Education are greatly involved. 

The specific problem areas identified by the practitioner are as 
follows: 

• Lack of awareness by the numerous persons selecting special 
education staff of the skills and competencies highly desirable 
in the special education personnel. 

• Numerous school administrators are involved in staff selection 
depending on the size of the school district and the Special 
Education Program. Some of these administrators have not been 
formally trained to select school staff. Great^ skill is needed 
to effectively select school staff. The succesS of any program 
rests on the strengths of its staff and therefore the import- 
ance of staff selection cannot be overemphasized. 

• Clarify, and compile certification guidelines for special 
education in the state of Texas. 

There are many intricacies related to the guidelines for 
certification in Texas for special education personnel. Much 
of this information is usually assimilated by a director 
through actual involvement in a situation with an applicant. 
Special Education Directors work very closely with Directors 
of Personnel in the interpretation of guidelines as well as in 
other aspects of staff selection. 

The purpose of the practicum is to address these concerns ar.d to 

influence change with the end result being improvement in staff selection 

process for special education. 
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REVIEW OF THE LITERATURE 

A brief review of the literature indicates that there are a nuraber of 
research studies related to teacher qualifications. There is a paucity of 
studies relating to the competencies and skills for supportive roles in special , 
education. The discussion of studies reviewed, therefore, will be limited to 
the role of the special education teacher and the teacher's perceptions, skills, 
and characteristics. 

The answer to what is good teaching has been the primary conceim of 
innumerable research studies. The past fifty years have seen the dctvelopment 
of the concepts of good teach»ing based on a behavior characteristic^ 
Combs (1974). A new psychology has appeared on the scene that is moving toward 
a humanistic view. 

The act of teaching is an act of self-expression by the teacher which 
reflects the essence of the pert, on. The teacher who is attuned to himself and 
to the significances of the teaching process realizes that by encouraging 
student growth he humanizes himself and his students by changing awareness into 
action. Pine (1975, 108; 1976, 313). 

The humanistic approach finds expression in practices that ire designed 

to facilitate learning rather than to control or direct it. Arthur W. Combs 

has engaged in a series of research studies to measure whether people's 

beliefs about good professional workers* perceptions were actually correct. 

The studies included several types of teachers. Episcopal priests, and 

counselors. The hypotheses wBre verified to a greater degree than cixpected by 

the researchers. 

"Applying the findings of these studies to education it 
appears that good teachers can be clearly distinguished 
from poor ones with respect to the following beliefs 
about people: 
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Able-Unable > The good teacher perceives other as having 
the capacities to deal with their problems successfully. 
He believes that they can find adequate solutions to 
events, as opposed to doubting the capacity of people 
to handle themselves and their lives. 

Friendly-Unfriendly . The good teacher sees others as 
being friendly and enhancing. He does not regard them 
as threatening to himself but rather sees them as 
essentially well-intentioned rather than evil-intentioned, 

Worthy-Unworthy . The good teacher tends to see other 
people as being worthy rather than unworthy- He sees 
them as possessing a dignity and integrity that must be 
respected and maintained rather thar seeing them as 
unimportant, as people whose intei-r*^:y may be violated or 
treated as of little account. 



Intemally-Externally Motivated . The good teacher sees 
people and their behavior as essentially developing from 
within rather than as a product of external events to be 
molded and manipulated; he sees people as creative and 
dynamic rather than passive or inert. 

Dependable-Undependable * The good teacher sees people as 
essentially trustworthy and dependable in the sense of 
behaving in a lawful way. He regards their behavior as 
understandable rather than capricious, unpredictable, or 
negative, 

Helpf ul- Hindering . The good teacher sees people as being 
potentially fulfilling and enhancing to self rather than 
Impeding or threatening. He regards people as important 
sources of satisfaction rather than sources of frustration 
and suspicion. 
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Allan and Berkeley (1976, 390) state that the concept of teaching as a 
commitment to making a difference calls for a combination of confidence, com- 
petence, and caring. If education is going to meet the individual needs of 
children, the teacher needs to consider changes in his individual self, the 
curriculum he teaches, the manner in which he teaches and thinks about children. 

Hximanness in a teacher can be developed and encouraged. Combs, (1974). An 
awareness of his cultural and personal life style will assist the teacher to 
sense the uniqueness in his students who differ from him in expression and 
perception. Teachers, like students, also need an opportunity for emotional 
enrichment and humanizing experiences that will lead to self-growth. Pine 
(1974, 109). 

Amidon and Flanders ( ' , p. 3) state that the primary role of the 
teacher — special or regular education teacher — is to guide the learning activities 
of children. As he helps children to learn through classroom activities, he 
interacts, both with individual children and with groups. The communication 
skills that the teacher has will determine the degree to which his Influence 
will affect the children. 

According to Amidon and Flanders the most important classroom verbal 
behaviors needed by a teacher are the following: 

"(1) ability to accept, clarify, and use ideas, 

(2) ability to accept and clarify emotional expression, 

(3) ability to relate emotional expression to ideas, 

(4) ability to state objectively a point of view, 

(5) ability to reflect accurately the ideas of others, 

(6) ability to summarize ideas presented in group discusssions, 

(7) ability to communicate encouragement, 

(8) ability to question others without causing defensive behavior, 
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and (9) ability to use criticism with the least possible 
harm to the status of the recipient." 

Ryans' (1963) Teacher Characteristics Study, a project of the American 
Council on Education and the Grant Foundation, represents one of the most 
extensive research programs directed at the objective study of teachers. 
Approximately 6,000 teachers participated in the 100 research studies. The 
focus of the study was aimed at the identification of "effective teachers." 
Emphasis was also placed on the development of a prognostic instrument; 
to this end, teacher intellectual and emotional characteristics and classroom 
behavior patterns were studied. 

Some studies investigated, through classroom observations, the relationship 
between teacher and pupil behaviors; others surveyed teachers through written 
inventories concerning their attitudes and preferences; others compared teacher 
survey responses according to group membership (i.e. younger versus older 
teachers, married versus unmarried teachers). 

Survey materials used in the study were combined to form the Teacher 
Characteristic Schedule, which describes aspects of the teacher attitudes, 
biographical information, and personal preferences. Although the attempt did 
not succeed, Ryans was able to factor out three separate patterns of teacher 
behavior: (a) warm, understanding, friendly versus aloof, egocentric, 
restricted teacher behavior; (b) responsible, businesslike, systematic versus 
evading, unplanned, slipshod teacher behavior; (c) stimulating, imaginative 
versus dull, routine teacher behavior. These patterns are highly correlated 
among married elementary teachers, but less high among secondary teachers, 
although single secondary teachers tended to possess more of the warm, stimulating 
characteristics than did married secondary teachers. 

Ryans* research noted that pupil classroom behavior did not seem to be 
related to teacher attitudes toward administrators, other teachers, or the pupils 
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themselves. Both elementary and secondary male teachers tended to be more 
emotionally stable than female teachers; other sex differences pertained solely 
to grade level taught. For instance, women in elementary school were more 
traditional in classroom behaviors and more responsible and businesslike. At 
the secondary level, women were significantly friendlier, less traditional than 
men, and more favorable in attitudes toward students. Also, marital status 
characteristics varied according to grade level. Married elementary teachers 
were more businesslike and child-centered; single secondary teachers also 
scored high on these variables. In age comparison, older teachers were 
significantly more traditional than younger teachers. 

Tlie study did not result in a list of traits desirable in a "good" 
teacher which would allow an administrator hiring teachers to distinguish 
effective teachers but it did provide a comprehensive study of personality 
traits which are related to teaching. 

Mclntyre (1966, 6) contends that our concern with predictability of 
behavior will not be resolved any time in the near future. Specific criteria 
and more specific predictor variables to forecast an individual's every move 
will probably never be a reality. 

Good teaching, Arthur Combs (1974, 6) states, is an intensely personal 
tnatter. One learns to use one's self as an instrument; it is a problem of 
personal discovery. 
Summary 

The brief review of the literature indicates a movement toward a more 
human approach to teaching. Some studies identify a "good" teacher by their 
perceptions of others. Amidon cites numerous verbal behaviors that are crucial 
of a teacher is to be effective. An extensive study of teacher characteristics 
conducted by Ryans succeeded in identifying certain patterns of teacher 
behavior. Specific criteria to predict teacher performance or behaviors 
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person is the more difficult it ir to predict behavior, Mclntyre states. 



20 



IMFLEJIENTING THE PRACTICUM 



21 



9. 

A needs assessment was conducted through interviews with a selected number 
of special education directors. Both new directors of special education and 
directors with numerous years of experience were interviewed by the practitioner 
to elicit their concerns relating to procedures of staff selection for special 
education. 

The Mini-course Self-Study was undertaken by a target group of Special 
Education Directors. A pre and post test and an evaluation instrument were 
completed by the participants in the activity. The source book on self, 
selection information was used for the self-study. 

Changing the Staff Selection Process in Special Education was the title 
assigned the seminar implemented by the practitioner on May 26, 1976 for 
the Directors of Special Education in the San Antonio area. It was \rell 
attended and evaluated as having met its objectives. 

Dissemination of the Source Book was completed in June of 1976. It was 
sent to a select nimiber of administrators of special education and other pro- 
fessionals concerned and involved in staff selection. Sixteen administrators 
returned the evaluation form out of 22 that were mailed out. 

Observations conducted 'by the practitioner by some of the members of 
the target population who participated in the self-study were implemented for the 
purpose of determining the degree of application of techniques for staff 
selection outline in the source book. 

Extent to Which Practicum was Implemented 

The chart of activities included in the Maxi II proposal clearly delineated 
tasks to be completed as part of the practicum. In order to monitor the extent 
to which the intent of the Maxi II proposal was achieved, the proposed activities 
were checked with actual performance. See Chart that follows. 
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IMPLEMENTING THE PRACTICIM 

Practlcum Objectives 

The objectives identified for the practicum address the problem very 
specifically. They are as follows: 

1. To conduct a needs assessment to identify problem areas in 
the planning and selection of staff for special education 
programs . 

2. To collect, analyze, and organize data into practicum 
activities. 

3. To implement a series of activities to influence a change 
for improving the process of staff selection In. special 
education programs . 

4. To conduct formative and summative evaluation of activities. 

The practicum activities are clearly outlined in the Practicum Design Chart. 
Contained in the chart is the time-line and the evaluation procedures to be 
followed. This format provides clear directions and assists the practitioner 
in the implementation of the activities. See Appendix A, p. 
Executing the Practicum 

The practicum activities were initiated in July 1975 and completed in 
June, 1976. The staff s<=lection process in special education is the problem 
addressed by the practitioner. The activities are planned and designed to 
influence change in the selection of special education staff. The series of 
activities which comprise the practicum was completed by the practitioner with 
. some modifications in the time-line. A brief description of what was 
accomplished by each activity follows. 

A review of the literature was completed during the fall of 1975 with the 
purpose of identifying information relating to competencies desirable in 
selected special education roles. 

Data was found on teacher competencies, characteristics and traits but none 
was available on certain supervisory roles. 
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PROPOSED ACTIVITIES 



ACTUAL PERFORMANCE 



PLANNING PRACTICUM 

1. Design interview form for use 
in interviews. 



2. Needs assessment was conducted 
through interviews with Directors 
of Special Education Personnel, 
State Education Agency, and 
College Special Education staff. 

3. Survey literature for research 
outcomes on desirable competencies 
for special education staff. 

DESIGNING & DEVELOPING PRACTICUM 

1. Collect and analyze data from 
review of literature on 
competencies. 

2. Collect and analyze data from 
interviews with directors and 
college staffs. 

3. Plan, design and complete mini- 
course to be used in self-study 
by target population of 
Special Education Directors. 



4. Plan and design seminar for 
special education directors in 
the region on '^Changing the Staff 
Selection Process in Special 
Education." 

5. Plan and design pre-post^test 
for source book and evaluation 
forms . 

6. Plan and design checklist for 
use by practitioner in 
observations of interviews by 
target group of Special Edu- 
cation Directors. 



Interview form was designed, 
printed between September 10 - 
20, 1975. 

Nine interviews were conducted 
during September and October, 
1975. 



3. Survey completed November 30, 
1975. 



1. 



2. 



5. 



6. 



Activity completed but it took 
longer than anticipated. Task 
completed December 15, 1975. 

Activity completed by 
December 1, 1975. 



Activity took longer than anti- 
cipated. Source book compiled 
for.. target group of Special 
Education Directors. Time-line: 
November 15 through April 30, 
1976. 

Task completed May 5, 1976. 



Forms completed on target - 
March 20 - March 25, 1976. 



Check list completed April 10 
12, 1976. 
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PROPOSED ACTIVITIES 



ACTUAL PERFORMANCE 



7. Plan and design an evaluation 
instrument for the seminar. 

*8. Practitioner flev; to Dallas to 
ob~serve training session by 
SRI on the Teacher Perceiver 
Interview Guide. 



IMPLEMENTING PRACTICUM 

1. Present plan of activities to 
Advisory Council for review and 
critique . 



Conduct Seminar (for area- 
Directors of Special Education 
on the staff selection process. 

Self-study undertaken by target 
group Special Education 
Directors in the region. 

Disseminate source books to 
large area of special education 
personnel. 

Observations of interviev7s by 
target group doing self-«tudy 
with source book. 



6. Apply information gathered for 
source book to teacher inter- 
views conducted by practitioner. 



EVALUATION OF PRACTICUM 

1* Formative evaluation through use 
of instruments during practicum 
activities. 



7. Task completed on May 5, 1976. 

*8. April 23, 24, 1976 practitioner 
participated in the training. 
This activity was added. 
Practitioner felt need to see 
training sessions for the SRI 
Teacher Perceiver Interview 
Guide. 



1. Task accomplished on an 
individual basis due to the 
busy schedule of three persons 
involved - January - April, 
1976. 

2. May 26, 1976. 



3. Activity conducted during. May 
and June^ 1976. 



4. Activity conducted during the 
week of April 26, 1976. 



Six observations conducted 
between May 10 and June 4, 1976, 
Two observations per director 
for a total of six observations. 

Have applied and am still 
applying data gathered for 
source book in my own inter- 
views for the Dept. of Special 
Education. 



1. Tasks accomplished March - 
May, 1976. 
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PROPOSED ACTIVITIES 


ACTUAL PERFORMANC'E 


2. 


Sumroative evaluation through 
analysis and summary of the data 
from the observation check list. 


2. 


Task comoleted Mav 18. 1976. 


3. 


Analysis of time element in the 
selection of staff for Dept. of 
Special Education. 


3. 


Task completed by May 20, 1976. 


4. 


Narrative description of 
evaluation activities. 


4. 


Task accomplished by May 20, . 
1976. 


WRITING REPORT 






1. 


Write report. 


1. 


Task completed by June 25, 1976. 



I 

*This activity was added by practitioner who deemed it necessary for data 
gathering. 
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Needs Assessment 

A needs assessment was conducted by the practitioner during October and 
November of 1975 emphasizing primarily the assessing of needs for new directors 
of special education as related to the staff selection process. As a result of 
informal conversations on tJie practicum activities with directors of special 
education who have been administrators for numerous years, it became apparent 
that staff selection procedures are also a concern to them. Their needs and 
concerns were also assessed and noted. 

Needs in the staff selection process were also discussed with state edu- 
cation agency staff and with college and university staff. Their concerns 
had, of course, a different perspective. The state education agency staff 
members with whom I spoke were very helpful in several areas. Their assistance 
provided some of the information that will help to clarify some of the needs 
expressed by the directors. The information provided included certification 
guidelines as well as descriptions on competencies and skills for several 
staff roles in special education. 

The college and university staff with whom I discussed staff selection 
processes had allied concertos. The main view was that the screening process 
for teachers and administrators going into training at the college and 
university level was not selecting "blue-ribbon" candidates. There are 
several points in their formal training where quality control could be exerted. 

All of the dat., from the interviews was reviewed and analyzed. The needs 
identified covered the gamut from screening of candidates for teachers and 
administrators to certification questions for special education staff. The 
new directors identified numerous needs in the staff selection process and 
they tended to add needs in other areas of the program not related to staff 
selection. The needs identified by a group of directors of special education 
in the San Antonio area were noted by the practitioner. Needs identified were 
as follows: O 



• Identification and assessment of competencies for special 
education staff were, fairly universal needj identified « 

How do you assess teacher competencies and effectiveness? 
Good grades on a transcript are good indicators of a 
teacher's mastery of technical knowledge but can the 
administrator determine that the knowledge will be trans- 
ferred into effective action that will benefit the 
students? 

• Teacher personality was another concern expressed by the 
directors of Special Education , 

A director cited several instances in which teachers were 
highly competent in instructional techniques but their 
personality traits made them ineffective as part of the 
school instructional team. The main trait mentioned was 
inflexibility. 

• Directors need specific training in the procedures of 
staff identification and selection . 

Most of the directors admitted thaC the selection of staff 
was a very subjective process. They reviewed the data 
collected by the Department of Personnel but there is no 
objective method involved in the selection. 

• A need for certification standards to be compiled in a 
guide or handbook for easy accessibility and to help 
clarify questions and concerns on certification require- 
ments was identified as a need . 

Directors of Special Education were not aware of the state 
education agency guide that was disseminated this year for 
the first time to all districts in Texas. It will serve 
as another resource to administrators. There will still be 
some cases that will require individual interpretation 
by the state agency staff. The guide will clarify the type 
of certification needed for specific instructional needs 
and classroom arrang-sments. 

• All directors expressed interest in exploring staff selection 
procedures being used currently in education . 

The directors discussed the traditional techniques used in 
staff selection but cione was familiar with such techniques 
as sociometrics and simulations being used in other areas of 
education. They expressed an interest in exploring this 
further through other discussions. They encouraged the 
practitioner to compile information on staff selection into 
a guide. 
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• At the college and university setting a need exists 

to monitor more effectively the selection of candidates 
for teacher and administrator training programs . 

The institutions of higher education involved in teacher 
training have a responsibility to screen candidates 
rushing to enter the field of education. The screening 
devices or instruments that can do this effectively do 
not exist now. Additionally, the prediction of human 
behaviors for "normal" people is almost impossible. 

Mini-Course Self-Study . 

As a result of the needs assessment conducted by the practitioner with the 
Directors of Special Education in the San Antonio area some state jjpecial 
education officials, and college and university staff, it became e-i/ident that 
a guide or manual on the procedures of staff selection would be a i^lcome 
resource in addressing the problem that exists. The discussions with the 
directors of special education and other professional persons who were 
functioning as an Advisory Council resulted in giving the practitioner the 
direction needed for the initial draft. 

The name for the booklet was the first task. The terms source book and 
manual were consid^'retd as a sub-title in the designing of the booklet. 
Webster's dictionary describes source book as a book of fundamental documents, 
records, etc., which serve as first hand or primary sources of information for 
the study of a subject. The term manual is described as a small reference 
book, specially one giving Instructions - a guidebook or a handbook. The 
initial draft was called a source book as part of the sub-title. 

Five sections were identified for development based on the needs that 

had been identified. The five sections were as follows: 

Part I. Recommended Competencies for 
Special Education Roles 

Part II. Guidelines for Special Education 
Certification in Texas 
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Part III. Practices and Techniques in 
the Selection of Personnel 



Part IV. Special Education Role 
])escriptions 



Part V. Qiallenges for the Future 



The first part described competencies of selected special education instruc- 
tional roles. In the Texas ]?lan for Special Education, there are eleven 
possible teacher roles and classroom arrangements to provide truly comprehensive 
services. The supportive staff described in the booklet include the admini- 
strator or director, superviiJor, educational diagnostician, counselor, and 
psychologist. Competencies and skills desirable in a classroom aide are also 
described. 

Part II consists of the guidelines for certification of special education 
wblch were extracted from the new state guide on school personnel. Part III 
addresses the practices and techniques in the selection of school staff. 
Numerous techniques are briefly and succinctly described. Part IV contains 
descriptions of roles usually found in a special education program that could 
be used as a reference in the development of roles for a new program. Part V 
was developed as a section on challenges for the future as perceived by 
persons reviewing the manual. 

A pre and post test for the source book was designed by the practitioner. 
See Appendix B, p. 59 , Aliso developed was an evaluation form to assess the 
effectiveness of the source book. 

The initial draft of tha source book was used as a mini-course self-study 
by five Directors of Special Education. In the San Antonio area there are 
eleven Directors of Special Education. Of the five who agreed to the self- 
study, two have had over ten years experience as Directors of Special Education. 
The other three are completing their first year as directors. They represent 
urban, suburban, rural, and a military cooperative program of special education. 
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(N = 5) 


Number 


Percentage 


Suburban 


2 


18% 


Urban 


1 


9% 


Cluster or Coop. 


1 


9% 


Rural 


1 


9% 



Figure 1. Types of Districts 



The district sizes and student populations represented by the target population 
of directors of special education who reviewed and studied the source book are 
as follows: 



. District Size 




Student Population 


500 - 5,000 


1 


. 100 - 300 1 


5,000 - 10,000 


2 


301 - 500 1 


10,000 - 25,000 


1 


501 - 700 2 


25,000 - 35^00 


1 


3,000 - 5,000 1 



Figure 2. Districts Size and Student Population 



The five districts offer services to special education students that represent 
a very comprehensive array of services. See Table 1. 

TABLE 1. 

Special Education Services Offered By Self Study Target Group 



Programs Number of districts 



Early Childhood Ed. for H. 


5 


Educable Mentally Retarded 


5 


Trainable Mentally Retarded 


5 


Minimally Brain Injured 


5 


Language /Learning Disabled 


5 


Emotionally Disturbed 


5 


Deaf 


1 


Hard of Hearing 


2 


Blind 


1 


Visually Handicapped 


2 


Deaf-Blind 


3 


Speech 


5 


Physically Handicapped 


2 


Homebound 


4 


Vocational Adj. Coord. 


4 


Contracted Services 


5 
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Mini-Course Self-Study ISvaluation ; The directors who undertook the mini- 
course self-study were given ..the pre test during May and June. They reviewed 
and studied the source book as their time permitted. Informal discussion on 
staff selection practices also occurred informally. The post test was self- 
administered and was returned to the practitioner. The evaluation form to 
assess the effectiveness of the source book was also returned at this time. 

The results of the self-study pre and post test scores are noted on 
Table 2. 

The Directors of Special Education participating in the self-study made 
significant gains. Correct pre and post scores were as follows: 

TABLE 2. 

Correct Scores on Pre/Post Test for 
Self-Study by Target Groups 







Pre 


Post 


Gain 






Correct Score 


Correct Scores 








No. 


% 


No. 


% 


No. % 


Participant No. 


1 


9 


56% 


16 


i6o% 


7 44% 


Participant No. 


2 


11 


69% 


16 


100% 


5 31% 


Participant No. 


3 


7 


44% 


16 


100% 


9 56% 



Table 3 on the following page graphically describes participants responses 
to each of the test question!?. Four out of 12 questions had a 100% in correct 
responses; two had a gain of 67%; four showed a gain of 33%; and six of ' the 
test questions showed no gain at all. 
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TABLE 3. 



Self-Study Test Staff Selection 
Process for Special Education 

(N = 3) 





PRE 


POST 


GAIN 




Correct ' 


Correct 








Responses 


Responses 








No. 


% 


No. 


% 


No. 




CERTIFICATION STANDARDS 














(1) Teachers must be certified at the 








• 






time of service in special areas 














regardless of the source of 














funds* 


2 








1 


33% 


(2) Teachers certificate may be 














cancelled by law under certain 














circumstances: 














- Conducting or teaching school 














in violation of state laws 


3 


100% 


'X 


1007 

d.\J\J/o 






— Substantiated evidence teacher 














unworthy to teach youth. 


3 


100% 


3 


100% 






- Substantiated evidence teacher 














mentally ill 


0 


0 


3 


100% 






(3) Special Education areas are 












\ 
1 


awarded endorsements to ipeacher 












1 


certificates; two areas awarded 












1 


certificates are as follows: 














- Blind and Physically Handi- 














capped 














- Deaf and Blind 


u 


n 
u 


o 
J 


xuu^ 


3 


100%! 


— Deaf Educ» and Communication 












i 
J 


Disorders 












1 

i 


(4) No specia.l certification is 












1 


needed to teach in follo;/ing 












\ 


assignments - 












t 


— Homebound or hospitaliisation 














class 


2 


67% 


3 


100% 


1 


22%, 


— Pregnant students classj 


2 


67% 


3 


100% 


' 1 


33% i 


- Physically handicapped class 


1 


33% 


3 


100% 


2 


67%: 

i 


(5) Special Assignment Pennies are 












j 


available to persons on Pro- 














visional Certificates assigned 














to area not covered by their 














certification. 


3 


100% 


3 


100% 






(6) Special Assignment PermiUs 














are not issued for blind and 














deaf areas. 


1 


33% 


3 


100% 


2 


67% 



i 
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PRE 


POST 


1 GAIN ! 






Correct 
Responses 
No. % 


Correct 
Responses 
No. % 


I,.' 

No. % 


STAFF SELECTION PRACTICES 

(7) Interviews, reference checking, 
and transcripts are subjective 
but very reliable tools for 
staff selection. 


0 


o 

J 


100% 


3 100% 


(8) 


Interviewing is an acquired 
skill wiiich draws on science 
in several of its aspects?^. 


2 67% 


3 


100% 


1 33?!: 


(9) 


Research indicates that 
interviews are best for 
measuring persuasiveness. 


0 


3 


100% 


3 100% 


(10) 


Sociometrics: is peer rating. 


3 100% 


3 


100% 


0 


(11) 


Employers have experienced 
great success when hiring; 
the handicapped. 


3 100% 


3 


100% 


0 


(12) 


The Teacher Perceiver 
Interview Guide can be uJied 
to plan a self-^improvemeiit 
program for teachers. 


0 


3 


100% 


3 100% 
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The five Directors of Special Education who comprise the target group for 
the self-study also evaluated the source book. The results of their evaluation 
follows. The extent to which the objectives were met was rated to. a High Degree 
by 60% of the directors. The second question referred to the level of awareness 
reached by the participants on the staff selection process. Three (or 60%) 
directors noted a high awareness. The description of competencies, question 
three, and the assistance it provided was rated at 80%; one direction did not 
express an opinion. Question four dealing with the guidelines for certification 
of special education staff was rated very clear by three (or 60%) and two 
rated it as clear (or 40%) . Sixty percent of the respondents evaluated question 
five, practices and techniques in staff selection as most helpful. Question 
six on role descriptions was rated as most helpful by 60% of the directors. 
The last question did not receive a high rating and 40% expressed no opinion. 
The specific evaluation results are described on TABLE 4. Please see next 
page. 
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22 

Evaluation of Source Book ** 

Self-Study Target Group 
(N=5) 



1. To what degree were objectives of the source book met? 

No. % 

Highest Degree (5) 3 60% 

High Degree (4) 2 40% 

No Opinion (3) 0 0% 

Low Degree (1-2) 0 0% 

2. Have. reached a higher level of awareness of the staff selection process 
for special education • 

Highest Awareness 3 60% 

High Awareness 2 40% 

No Opinion 0 0% 

No Awareness 0 0% 

3. Description of competencies were of assistance. 

Greatest Assistance 4 80% 

No Opinion 1 20% 

No Assistance 0 0% 

4. Guidelines for certification of special education staff were clearly 
described. 

Very Clear 3 60% 

Somewhat Clear 2 40% 

No Opinion 0 0% 

Not Clear 0 0% 

5. The section on practices in .the selection of staff were helpful. 

Most Helpful 3 60% 

Somewhat Helpful 1 20% 

No Opinion 1 20% 

Not Helpful 0 OZ 

6. Special Education role descriptions clarified role responsibilities. 

Most Helpful 3 60% 

Somewhat Helpful 1 20% 

No Opinion 0 0% 

Not Helpful 1 20% 

7. Section on "Challenges for the Future" is relevant. 

Very Relevant 1 20% 

Somewhat Relevant 2 40% 

No Opinion 1 20% 

Not Relevant 0 ' 0% 

36 



23. 



Seminar '^Changing the Staff Selection Process in Special Education" 

One of the activities implemented by the practitioner as an integral part 
of the practicum was a seminar on "Changing the Staff Selection Process." It 
was the one occasion in which a majority of the persons involved in some 
manner with the practicxim could come together. It afforded the practitioner 
the opportunity to share the information gathered. Specifically the objectives 
identified for the seminar were as follows. 

(1) The Special Education Directors present will reach a 
greater understanding of a more effective process of 
staff selection. ^ 

(2) The Special Education Directors will share staff selection 
procedures and techniques with colleagues. 

The initial date planned for the seminar was May 12th but it was rescheduled 

for May 26th. In order to keep on task, the practitioner prepared a checklist 

of tasks needed to prepare for the seminar. The tasks are not listed sequentially 

since numerous tasks were being prepared simultaneously. It was used to 

document the progress and completion of each of the tasks. A check in both 

colxjmns indicated immediately to the practitioner that the task was completed 

and ready for the seminar. See checklist that follows. 
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CHECKLIST OF TASKS TO PREPARE FOR SEMINAR 





In Progress 


Completed 


• Make arrangements fox" meeting place 




Make arrangements for A-V equipment - 
(overhead & videocorder & TV) 




Plan and organize seminar activities- 
date^ place • • • 




• Prepare program agenda 




* Type agenda and duplicate 




Plan and design evaluation instru- 
ment for seminar 




Type and duplicate evaluation 
instrument 




Prepare letters of invitation 




Type, duplicate letters of invitation 




• Mail letters to all Directors of 
Special Education (1.1) in S.A. area 




Observe SRI Training Session on the 
Teacher Perceiver Inj;erviewer 
Guide in Dallas, Texas - April 23, 
24, 1976. 


• 


Prepare handouts for participants 




• Prepare source book 




presentation 




' Call SRI (Lincoln, Neb.) and 

arrange for delivery of video-tape 
on TPI guide 




Make arrangements for coffee and 
lunch for participants 
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The seminar took place at Marion Hall - Incarnate Word College on May 26, 
1976 from 10:00 a.m. to 1:30 p.m. The agenda, presented by the practitioner 
was as follows: 

SEMINAR AGENDA 

IWC - Marion Hall 

May 26, 1976 Time: 10:00 ^ 1:30 p.m. 



"Changing the Staff Selection Process" 

9:45 - 10:00 - Coffee and Rolls 
10:00 - 10:15 - Introduction and Overview 
10:15 - 10:45 - PRACTICES IN STAFFING SCHOOLS - or 

What else is there to know about staff selection techniques? 
10:45 - 11:00 - What is the TEACHER PERCEIVER INTERVIEW GUIDE? 
11:00 - 11:15 - Video-tape of Interview Using the TPI Guide 
11:15 - 12:00 - Small Groups - Reaction to Presentations 
12:00 - 1:00 - LUNCH 
1:00 - .1:30 - Sharing Session - Staff Selection Procedures and 
Forms from Several Districts 
Evaluation of Seminar 

HANDOUT: CHANGING THE STAFF SELECTION PROCESS : A source book . 

for Directors of Specia l Education . 

A letter of invitation, prepared by the practitioner, was mailed to the 
ten Directors of Special Education and the Personnel Director of a Special 
Education Coop. See Appendix 61^ for copy of letter. Of the twelve 

invited, eight of 73% attended the seminar. They were informed that the 
; seminar was one of a series of activities being implemented by the practitioner 
as pnr'ial fulfillment for a doctoral degree. 
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A brief description of this group of directors will give the reader of 
this practicum a greater insight into the make-up of the participants. The 
practitioner feels that this group, and the practitioner is part of it, is quite 
unique in the state of Texas and maybe even in the country. For the past thirteen 
years the Directors of Special Education in the San Antonio area have been 
meeting several times a year. The initial group consisted of seven directors 
and it has grown over the years to encompass a region (ESC-Region XX) and the 
Directors of Special Education in it. The current group consists of about 
25-30 persons 'in administrative roles. The group elects a president, vice- 
president, and secretary but it follows a very informal procedure at the 
meetings. There are no dues involved. The meetings are scheduled as needed 
in order to address concerns and issues of a general nature. To our knowledge 
it is the only group of Directors of Special Education in the state of Texas 
that meets regularly at the local level. The group calls itself Region CASE 
(Council of Administrators for Special Education). The Texas Education Agency 
has, on occasion, used our .meetings to disseminate information and to get our 
input on revisions to special education guidelines or other matters. The 
group is very active on the legislative scene and provides leadership in this 
area. It is a group that is now congenial - this was not always th6 case - 
but it represents diversified points of view and a cross-section of districts 
from one with 3,000 student population to one with 75,000 student population. - 

The seminar started promptly at 10:00 a.m. with a few words of welcome 
from a representative of Incarnate Word College. The first item on the agenda - 
"Practices in Staffing Schools - or What Else Is There to Know About Staff 
Selection TechniquesV was introduced and presented by the practitioner using 
the source book as a reference and other handouts. Since the group was small, 
there was great opportunity for interaction during the presentation. The 
different points of the presentation were followed with interest as evidenced 
by their questions and comments. 40 
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The video-tape presentation on the Teacher PerCeiver Interview Guide was 
well receivedi. The handouts Included information on a new guide that can be 
used in selecting instructional staff. See Appendix D, pg. , The video 
tape demonstrated an interview using the guide and It showed the manner in which 
an administrator can gain greater insight into the competencies and characteristics 
of an applicant. It also demonstrated how the information elicited can be used 
by a principal to plan programs of self-improvement by the teacher using strengths 
to overcome weaknesses that may exist. 

In the session planned for reaction to the presentations, it wac decided 
to remain as one group. The practitioner has one regret about this session, 
and it is that it was not taped. The initial point that emerged was that we 
all shared a deep concern about practices in the selection of special 
education staff. 

iNone of the participants had ever received training - formal or informal - 
on the process of staff selection. We all agreed that staff selection is an 
art and it can be learned. We have all developed a certain degree of expertise 
through years of experience. This expertise included, on occasion, a decision 
on staff selection made on sheer "gut feeling" or "flying by the seat of your 
pants I" We got into a reminiscing session and one of the directors recalled the 
staff selection problems experience ten years ago. His statement was, "If the 
body walked in, was certified, and warm , he or she was hiredl" 

They stated that we have now reached a point in the availability of school 
staff that we can be selective. The usual procedures to choose staff, they 
noted, were the interview, checking transcripts, and letters of recommendation. 
The source book and the presentation on the Teacher Perceiver Interview Guide 
presented other alternatives. 
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The statement was also made that the coinblnation of several techniques could 
be a safeguard against an ineffective choice of staff. Someone commented that 
even if the staff selection process took more time, it would be time well spent. 
It could prevent a costly mistake in terms of yield of quality education for 
the students involved. 

All the participants ex]>ressed a wish to keep the source book even though 
it was a rough draft. They felt it would be very helpful to them. 

The practitioner, with the assistance of a colleague, served a box 
luncheon on an outside patio of Marion Hall. The conversation among the 
directors continued to revolve around staff selection. 

After lunch the Sharing Session continued in the patio. The discussion 
indicated that most of the practices and techniques used by the directors in 
the selection of staff were fairly traditional. One of the directors used 
situational problems in his Interviews which is a technique that is not widely 
used but is good to consider. Sociometrics , peer relating, was not used by 
any of the directors present. The "Halo Effect" caused some interesting 
statements such as, "If she is young and attractive, she automatically gets 
five points!" 

Seminar Evaluation ; The practitioner's very subjective evaluation of 
the participation and reaction to the seminar is simply "fantastici" I 
heard comments such as, "It vas such a stimulating discussion." I really 
enjoyed it." . . .It was a very gratifying experience for the practitioner and 
I am most grateful to the eight directors and to my colleague for assistance 
with arrangements. 

The evaluation results of the participants are described in Table 5. 
Eighty-seven percent of the participants indicated a very high and high rating 
in relation to meeting the objectives of the seminar. To the effectiveness of 
the presentation 37% rated it very high; 63% high; 13% expressed no opinion. 
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Encouragement of participation by the group was rated as very high by 88% of the 
participants. Sixty- three percent liked the format* Increase of knowledge and 
skill was rated as very high by 13%, as high by 75%, and 13% as low. Applicability 
of information by participants was rated as high and very high for a combination 
of 74%. Sixty-three Percent feel the seminar contributed very highly to their 
professional growth. Sixty-three percent of the participants feel presenter 
was highly successful in meet;ing objectives of the seminar; 37% gave presenter 
a rating of high. 
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TABLE 5. 
Jlvaluatlon of Seminar 
(N = 8) 



30. 



Very High 
5 



High 
4 



No 
Opinion 
3 



Low 

2-1 



1. To what extent were the object- 
ives of the seminar met? 

2. To what extent was the seminar 
effective in relation to the 
information presented? 

3. To what degree was interaction 
with participants allowed and 
encouraged? 

4. To what extent did you like 
the manner in which the stminar 
was structured, and conducted? .,. 

5. To what extent did you increase 
your knowledge and skills in 
the staff selection process? 

6. To what extend will you be able 
to apply information presented 
in the seminar? 

1: Did the seminar contribute to 
your professional growth? 

8. To what degree was presenter 
successful in assisting you to 
meet the identified objectives? 



4 
50% 



3 
37% 



7 
88% 



5 
63% 



1 

13% 



3 
37% 

5 
63% 



5 
63% 



3 
37% 



5 
63% 



1 

13% 



3 
37% 



6 
75% 



3 
37% 

2 
25% 



3 
37% 



1 
13% 



2 

25% 

1 
13% 



1 
13% 
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Dlssemlnatloa of Sourcebook 

The planning of the source book was initiated after the survey of the 
literature and the interview^ with the Directors of Special Education and other 
professional persons. Two members of the Advisory Council were also consulted 
on its development. 

Based on the input gathered from the sources mentioned above, the review of 
the literature, and some professional guides and manuals, t^e first draft of 
the source book was designed and organized by the practitioner. 

The planning and organizing of the source book took a longer period of time . 
than was anticipated by the practitioner. This task was in progress from 
mid-November 1975 to late March. It was taken to the printer in April. 
The collating and placing of tabs for easy reading was completed by the 
practitioner. The entire task was completed by the end of April 1976. 

When the activities for the practicum were planned, it was the intention of 
the practitioner to disseminate the source book to a fairly large group of persons 
(50-70) in Texas involved in some aspect of Special Education. The realities 
of the cost of printing as well as the cost of mailing caused the number to 
be reduced drastically. Thirty copies of the initial draft were printed at a 
cost of $1S0.00. The mailing of each book cost about $2.30 each. Eight 
source books were disseminated personally and fourteen were mailed throughout 
the State of Texas. 

The target group for the dissemination activity was very carefully selected 
by the practitioner. The persons selected are prominent in their region 
and/or state; they are professional people in administrative roles in various 
settings related to special education as well as professors of institutions 
of higher education. Please see Figure 3 for a specific break-down of the 
group Involved in the dissemination of the source book 

o ' 
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Position 



Source Book 

Mailed 
No. % 



Evaluations 

Returned 
No. % 



Director of Special Education 


10 


45% 


6 


35% 


Coordinator-Special Education 


2 


09% 


2 


12% 


Other Administrators 


2 


09% 


2 


12% 


Director of Personnel - 










Special Ed. Coop. 


1 


05% 


1 


05% 


Professors of IHE 


4 


18% 


3 


18% 


Education Service Centers - Staff 


3 


14% 


3 


18% 


Total 


22 


100% 


17 


100% 




Figure 3. Target Population 


for 


Dissemination of 







Source Book and Responses 



Seventeen evaluations were returned out of the 
22 that were disseminated which represents a 77% 
response. The majority of the positions listed In 
Figure 3 are self-explanatory. The designation 
"Other Administrators" represents one assistant 
superintendent who is responsible for special 
education and an elementary principal of a special 
school for handicapped children. 
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o 

01 



CO 

P4 



PK4 
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Figure 4. District Types of Target Group for 
Dissemination of Source Book 
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Figure 4 graphically indicates the types of districts which the 
dissemination group represents. The only group not indicated is Inner City. 
The term may have caused 3owe confusion. The inner city is in the largest 
urban school district. 

Ihe dissemination group represented a wide range la district sizes. 
Please see Table 6 for a graphic presentation. 
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TABLE 6. 

Size of Districts In Dissemination Group 



1 1 1 




Size 


1 Number 
— 1 "* 


500 


- 10,000 


1 ^ 


10,000 


- 25,000 


' 2 


25,000 


- 50,000 


1 ^ 


50,000 


- 100,000 


' 3 


100,000 


- (ESC Regions) 


i 4 





The student population represented by the dissemination group is also 
varied in range. The smallest number of students indicated is 300 with the 
largest number of students served by special education programs noted as 
5,000. Table 7 is a graphic representation of the student population repre- 
sented by the dissemination group. 

TABLE 7. 

Student Populations Represented By 
DisseminationGGroup 



Student Population Number 



100 - 300 ' 1 

301 - 501 I 2 

1,001 - 2,000 1 

2,001 - 3,000 I 3 

3,001 " 5,000 I 2 

ESC-Region (10,000+) ' 4 

Not Apply (I.H.E.) i 3 



The special education programs being conducted by the target group to 
whom the source book was disseminated are quite comprehensive. 
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The State Plan for Special Education initiated in 1968 in Texas mandates 
services for children ages three through twenty-one who have mental, physical, 
and/or emotional problems. School districts have the responsibility of providing 
an educational program within. the district, if possible, or within the 
immediate community. The programs operated by the dissemination group that 
returned the evaltiation instruments are listed in Table 8. 

TABLE 8. 

Special Education Programs Administered 
By Dissemination Group 



Special Education Programs Number 



Early Childhood 14 

Educable Mentally Retarded 14 

Trainable Mentally Retarded 12 

Minimally Brain-Injured 13 

Language /Learning Disabilities 13 

Emotionally Disturbed 11 

Deaf 5 

Hard of Rearing 9 

Blind 7 

Visually Impaired 9 

Deaf-Blind 9 

Speech 14 

Physically Handicapped 11 

Home bound 15 

VAC (Vocational) 14 

Contract Services 12 



The packet mailed or presented to the dissemination group contained 
a letter describing my purpose, the source book, an evaluation instrument, 
and a self-addressed stamped envelope. See Appendix E, p. 63 for a copy of 
the letter and Appendix F, p. 6^ for a copy of the evaluation tool. The 
mailing of the packets occurred April 23, 1976. 

Dissemination of Source. Book Evaluation : The evaluation results of the 
disseminati on of the source book to twenty~two Directors of Special Education 
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and other professional persons in special education is as follows. The data 
is based on seventeen responses, out of a possible twenty- two evaluation 
requests mailed by the practitioner. Table 9 describes the assessment by the 
17 respondents. 

Their evaluation of the degree to which the objectives were met was scored 
as "High Degree" by 12 (or 71%) of the respondents. Question 2 referring to 
the level of awareness on the staff selection process was assessed at "High 
Awareness" by 11 (or 65%) of the group* Question 3 on competencies of special 
education roles was graded as of "Great Assistance" by 15 (or 88%). Question 4 
on certification guidelines in Texas was given a "Very Clear" by 9 (or 54%) 
and "Somewhat Clear" by 8 or (47%), The section on practices and techniques 
in the selection of staff (Question 5) was noted as "Most Helpful" by 11 (or 65%) 
Role descriptions - Question 6 - rated "Most Helpful" with 13 (or 76%) of the 
group. Question 7 rating challenges for the future was assessed as "Very 
Relevant" by 10 or (59%) of the respondents. These questions registered a 
"No Opinion" in each and question 6 drew 1 (or 6%) "Somewhat Helpful" response. 
Table 9 describes the evaluation of the value or effectiveness of the source 
book as perceived by the target group. See Table 9 for a graphic description 
of the evaluation results. 
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TABLE 9. 



Evaluation of Source Book by 
Dissemination Group 



I (N = 17) 





1 


Number of Responses and Percent 




STATEMENT 


Rating 

5 


Rating 
4 


No Opinion 

J 


Rating 
1—2 


1. 

r 


Objectives of source book 
were met. 


12 
71% 


5 
29% 


1 


0 


2. 


Higher level of awareness on 
staff selection process for 
special education programs. 


11 

65% 


5 
29% 


1 

06% 


0 


3. 


Recommended competencies 
described were of assistance. 


15 

88% 


1 

06% 


1 

06% 


0 


4. 


Guidelines for certification 
of special education staff 
were clear. 


9 
54% 


8 
47% 


0 


0 


5. 


Practices and tectmiques in 
the selection of personnel 
were helpful. 


11 

65% 


5 
29% 


1 

06% 


0 




Special education role 
descriptions helped clarify 
responsibilities of role. 


13 

76% 


3 
18% 


0 


1 

06% 


7. 


Qiallenges for the future 
are relevant to current 
issues. 


10 
59% 


5 
29% 


2 

12% 


1 

06% 
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Observation of Interviews 

The group of Directors of Special Education selected as the target group 

for observations of staff interviews was based on the criteria as follows: 

located within the geographic area of San Antonio 

involved in one or more activities of the practicum 

willing and comfortable with observations of 
interviews by practitioner 

There are eleven directors that are located within the San Antonio area. Three 

were selected and approached by the practitioner to see if they would agree 

to be part of the practicum activity. The three directors agreed to participate ♦ 

Two of the directors involved in the observations were participants in 

the self-study of the source book and also attended the seminar. The third 

one was a participant in the seminar only where he had occasion to review the 

source book. 

A checklist to be used in the observations was designed and completed by 
the practitioner as scheduled in the time-line by April 12, 1976. The 
checklist was based on information and data gathered through numerous activities 
as follows: 

Review of literature 

Interviews with professional staff in special education 

Observation of training session in Dallas, Texas on 
Teacher Perceiver Interview Guide 

Professional experience in staff selection 

The initial draft of the checklist was revised. After my observation of 

the Teacher Perceiver Interview Guide it became apparent to the practitioner 

that extensive training is necessary before the TPI Guide can be Ipiplemanted. 

The training involved was beyond the scope of the activities planned for the 

practicum. 
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The observations of teacher interviews were conducted in May and June. 
The end of the school year activities posed a problem in scheduling mutually 
convenient appointments. The checklist enumerates more points than is possible 
to observe in an interview such as reference checking by mail and the study 
of transcripts and biographical data. These points were determined through 
conversations with interviewer. 

Observation of Interviews Evaluation ; Two of the Directors of Special 
Education use the technique of posing situational problems to the interviewee. 
The three directors checked such characteristics as poise, enunciation, appear- 
ance and manner of dress. One did not use a checklist for notations but 
would review the reference folder and all data available again before making 
a staff selection. 

One of the directors was very structured during the interview. They all 
attempted to make the teacher interviewee feel at ease. One of the directors 
stated that from the moment of greeting the interviewee to the time of 
depature, the applicant is being evaluated. 

Table 10 is a graphic presentation of the evaluation of interviews 
observed by the practitioner. It constitutes product evaluation of selected 
practicum activities. Please see next page for Table 10. 
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TABLE 10. 

Product Evaluation of 
Interview Observations 

(N = 6) 



Techniques and Practices in 
Staff Selection 


Observed 
No. % 


Not 
No. 


nb«?e'rved 
% 


1. 


Interview - singl'ti applicant 












• Professional Objectives 


4 


67% 


2 


33% 




• Philosophy of life 


4 


67% 


2 


33% 




• Intellectual ability 


6 


100% 








• Relates to and with other people 


6 


100% 








• Past experience and effective 
performance 


6 


100% 








* Compares with others in similar 
jobs 


4 


67% 


2 


33% 




• Reasons for relocating 


6 


100% 








• Special areas of competence 


6 


100% 








• Strengths 


4 


67% 


2 


33% 




• Weaknesses 


4 


67% 


2 


33% 




• Outlook, attitudes, opinions of 
relationships 


4 


67% 


2 


33% 




••View of position being considered 


4 


67% 


Z 


JJ/s 




• Technical skills 


4 


67% 


2 


33% 


2. 


Interview - group of applicants 






6 


100% 


3. 


Biographical information 


4 


67% 


2 


33% 


4. 


Reference checking 


6 


100% 






5. 


Rating Scales 


4 


67% 


2 


33% 


6. 


Problem Solving 


2 


33% 


4 


67% 


7. 


Transcripts 


6 


100% 
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TABLE 10 (Cont'd) 



Product Evaluation of 
Interview Observations 

(N = 6) 





Techniqiies and Practices in 


Observed 


Not 


Observed 




Staff Selection 


No. % 


No. 


% 


8. 


Sociometric devices 




6 


100% 


9. 


Personality check 


4 67% 


.2 


33% 


10. 


Characteristics Check 


6 100% 
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Applicatioa of Improved Staff Selection Process by Practitioner 

The decision to address the problem of procedures for staff selection was 

based on the practitioner's concern with the improvement of current practices. 

As the many activities of this practicum were being implemented, a slow but 

steady change occurred in the procedures being applied by the practitioner 

in staff selection for the Department of Special Education. 

Prior to the practicum activities, the process applied for staff selection 

was as follows: 

Interview (unstructured) 

• Review of reference folder 

- Biographical information 

- Letters of recommendation 

- Stt^dy Gf transcript 

• Interview by sctt(pol principal 

Ihe pTO/^ess currently applied has undergone a definite change. The interview 
is anore structured and Che practitioner has developed a set of questions 
thar- are posed to all loiterviewees. See following page. 
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Interview Questions "luide 



To be used in interviews for the selection of teachers in special education. 
Questions do not have to be asked in sequence. 

1. Why did you want to become a teacher? 

2. Will you describe an effective teacher? 

3. What do you enjoy most about teaching? 

4. What is your philosophy of education? 

5. How can you get students to be excited. about learning? 

6. What unique qualities do you possess that we should consider? 

7. Why do you want to teach in our district? 

8. Please give me your thoughts on some recent educational literature that 
impressed you? 

9. What are your personal goals or aspirations? 

10. What do you feel is wholesome about American education today? 

11. What should be improved in American education today? 

12. To what extent should students be involved in determining what should be 
taught and how it should be taught? 

13. How would you provide a rich educational environment in your classroom? 

14. How well organized are you? 

15. How many students can you adequately interest in a resource program at 
any given time? Self-contained classroom? (Qualify, MR, ED, etc.) 

16. Please tell me what instructional materials you would use regularly. 

17. What teaching techniques work best for you? 

18. Would you describe yourself as a team person or an individual achiever? 

19. Please react to the job description prepared for the position for which 
you are applying. 

20. What are your plans for furthering your professional growth? 

21. Please tell me about the methods of evaluation that you would use? 
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•22.' What, in your opinion, are the best ways to communicate with parents? 

23, How would you individualize instruction for resource students? Self-contained? 
(Qualify-EMR, ED, TMR, etc.) 

24, A moderately involved (LID) elementary student in having difficulty with 
reading. How would you help him? 

(ED - behavior; TMR - socialization... Adapt question to classroom 
situation. ) 

25, A sixteen (adapt age) year old secondary student is demonstrating 
Inappropriate behavior in a resource class. (Self-contained class) What 
would you do to help him? 
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Notes are made by the practitioner on the responses to the questions. 
Central thoughts are noted as they are expressed by the applicant. In the 
future, the use of a tape recorder will be used for the interview, if the 
applicant is in agreeznent. It would provide a way of reviewing applicant's 
responses at the time of decision to recommend for employment. 

Additionally, more extensive biographical data is gathered and reviewed. 
This is noted on a form - Interview Checklist - which was developed by the 
Personnel Department in the district. It permits the practitioner to rate 
the applicant on a scale of one to eight on the points that follow: 

• Appearance 

• Attitude 

• Command of English 

• Experience Factor 

• Knowledge of Subject Matter 

• Permanence 

• Professional Background 

• Poise 

• References 

• Over-all Grade Point Average 

The rating of the applicant is based on the interview, review of 
biographical data, and other information in the reference folder. See Appendix G, 
pg. 65 for copy of the Interview Checklist. 

Evaluation for this aspect of the practicum is based on a comparison of 
data gathered pre and post to the practicum activities. 

The comparison which is based on two criteria is as follows: (1) type, of 
data gathered on applicants and (2) the time element involved in the decisions 
made in staff selection. The difference between the pre and post staff 
selection process, as noted in Table 11, is not only the increase in types of 
selection techniques but also the quality of the techniques. The quality has 
increased considerably, in the opinion of the practitioner, because of the more 
structured interview techniques being used. Also the background information 
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delves more deeply into their teaching competencies and skills as well as into 
. .eir background in general • Table 11 points out the differences between 
procedures for staff selection applied by the practitioner before and after 
the practicum activities. See Table 11, 

TABLE 11/ 

Type of Data Gathered on Special Education Teacher 
Applicants Pre and Post Practicum Activities 



Type of Data 


1 rractlcum 
j Pre 


Activities 
Post 


Interview - 


X 




Philosophy of educ./life 




X 


Professional ob i ectives 




A 


Teaching competencies 


X 


X 


Teaching strengths/weaknesses 




K 


Teaching styles 


X 


X 


Interview (set of questions) 




X 


Interview Checklist (Rating Scale) 






Backgroiuid Information 


X 


X 


Characteristic check (Poise.. •) 


1 X 


X . 


Permap'^nce 


1 ^ 


X 


Reference C'?eck 






Personnel folder (transcript .. 0 


1 X 


X 


Grade point average 


f X 
1 


X 



The time element in reaching decisions is very difficult to cipmpute due 
to a number of variables within the administrative structure of the district 
and the state education agency. The practitioner posed the question, if 
everything Is in order and staff selection car, procede to the actual commit- 
ment of signing a contract by ube applicant, can decision be riiached sooner 
gxven the improved staff selection process? The practitioner's response 
to the question is a definite yes . 
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The rationale for that statement is as follows: The practitioner has 
Increased the types and quality of the inquiries into the applicant's background, 
competencies and skills. The review has increased not only in time but in 
Intensity. Given all of the data available, the practitioner would have 
.subjective and objective information on the applicant on which to reach an 
opinion to recommend for eiiq)loyment in the Department of Special Education. 
Since a hypothetical situation is being described in relation to the time 
element, the best estimate is that the time spent is reduced by one-third frofei 
the point of receiving the application to the point of deciding to recommend 
the applicant for emploinnent . That estimate is also based on the practitioner's 
thirteen years as an administrator In special education. 
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SUMMARY OF EVALUATION 
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' SUMMARY OF EVALUATION 

The activities planned were evaluated as indicated in the Program Design 
Chart and the Evaluation Model described in the practicum proposal. See 
Appendix A, pg. 54 for a copy of the Program Design Chart and Appendix H, 
pg. 66 for the Evaluation Model implemented by the practitioner to evaluate 
effectiveness of the practiciim. 
Needs Assessment 

A series of interviews were conducted by the practitioner to assess needs 

as perceived by Directors of Special Education and other professionals in 

special education related to the process of staff selection for special 

education. The specific needs identified were as follows: 

Assessment of special education staff competencies 

Specific training of special education administrators in 
staff selection techniques and procedures 

Certification standards for special education staff — 
clarified 

Quality control of candidates for teacher and administrator 
training progrr^m. 

The context and input evaluation achieved from the needs assessment led 

to the identification of the specific objectives for the source book as well 

as for the practicum as a whole. The objectives identified are as follows: 

To provide experiences for Directors of Special 
Education that will impact and change the staff 
selection process for special education. 

To evaluate activities implemented for practicum. 

Program Planning 

The planning phase - context and input evaluation - consisted of the 
review of the literature, development of the program activities and the designing 
of the evaluation instruments. These instruments were the source of information 
which permitted the practitioner to do formative evaluation. It provided 
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data used for effective planning. The evaluation tools designed also provided 
the data on how well practiciim objectives were reached. The evaluation 
instruinents designed by the practitioner were as follows: 

Pre/post Test for Source Book (Appendix B) p. 59. 

Evaluation instrument for Source Book (Appendix F) p. 64. 

Set of Interview Questions 

Interview Observations Checklist - Product Evaluation, 
Appendix I, p. 67. 

Implementation and Progress Evaluation . 

The activities described in the proposal were implemented as planned. 
A summary of the evaluation of each activity follows. 

Mini-course Self-study ; The self-study by the Directors of Special 
Education was assessed through the use of a pre /post test. The results indicate 
gains by the three Directors of Special Education of from 44% to 56%. The three 
participants achieved 75% correct responses on the post test which was the 
criterion for mastery of source book content set by practitioner. The target 
group also evaluated the source book. Table 4, pg. 22 indicates that 
self-study participants feel that the objective identified for the source book 
were met. The other six questions were rated from 60% or highest point on the 
five— point rating scale to 20% or one point on the scale on the effectiveness 
of source book. 

Seminar ; The seminar evaluation results are noted on Table 5, p. 30 . 
The extent to which objectives were jnet was rated at "Very High" by 50% and 
"High" by 37% of the participants. The degree to which interaction with 
participants was allowed received the highest rating - 87% (7 directors). 
Sixty-three indicated that the seminar contributed to their professional 
growth. 
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Dissemination of Source Book : Seventeen evaluation forms were returned out of 
the 22 packets mailed to a population of special education and other professionals 
in special education throughout the state. Table 9, p. 37 describes the 
evaluation of the source book as perceived by the dissemination group. The 
results indicate that five of the seven questions were rated from 65% to 88% at 
5, the highest point on the rating scale. Twelve persons (or 71%) indicated 
that the objectives were reached. 

Based on the feedback of the evaluation instruments and critiques by 
other professionals in special education, revisions of the source book were 
made by the practitioner. The arrangement was re-organized and content in 
practices and techniques in staff selection were added. See Appendix J, p. 71 . ' 

Observations of Interviews : Three Directors of Special Education were 
observed in the process of conducting teacher interviews. The techniques 
and practices used by these three individuals in their interviews are noted 
in Table 10, pg, AO , The three directors had been involved in the seminar 
and/or the self-study. The techniques used by the three included: interviews 
(unstructured), reference checking, review of transcripts, and evaluation of 
teacher characteristics. 

Application of Improved Staff Selection Process by Practitioner ; The 
procedure used to interview applicants in special education changed as the 
activities of the practicum were completed. Tlie process is now more structured 
or systematized and the time element in reaching a decision to recommend 
for employment has been hypothetically reduced by one third. 
Ou t c ome Eva luat ion 

The evidence provided by the evaluation activities conducted as an integral 
part of the practicum indicated that the identified objectives have been 
reached and, therefore, the practicum was successful. 
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CONCLUSIONS 

The problem selected was a challenge to the practitioner. The activities 
in5)lemented as the practicxnn were well received by the participants. The over- 
all result achieved is that a special education administrator can tailor a 
staff selection process for the program that reduces the time element and 
increases the quality of staff selections. Therefore, it is a cost effective 
practice that is worthy of replication. 

Other conclusions that can be surmised from the activities completed are 
as follows: 

• Mini-Course Self -Study . The source book developed by the* 
practitioner was the base for the self-study. It may be 
used by a Director of Special Education or whoever is 
responsible in the school district for staff selection as 
a quick review or self-study. The purpose, of course, 
would be self-improvement in the application of procedures 
for staff selection in special education. The practices 
mentioned in the source also have applicability to the 
selection of staff for the regular school program. 

• Seminar: "Changing the Staff Selection Process . The 
seminar, as implemented by the practitioner may be used 

as a training session for new Directors of Special Education 
in a region. An Education Service Center may use it as is 
or could expand it to a session of several days. It would 
permit in-depth study of numerous techniques as well as the 
opportunity to implement role playing. 

Dissemination of Source Book . The development of any type 
of study guide may be enriched by securing the input of a 
good sampling of the professional colleagues that would 
benefit from such a guide. 

Observations of Interviews . The observation of the techniques 
applied in staff selection may be evaluated by a peer, or 
peers, within the school district or from a neighboring district. 
This technique would provide an evaluation of one's growth in 
the development of staff selection techniques. 

• The entire "package" - seminar, source book, observations, and 
other activities that could be developed - are worthy of 
replication by an Education Program Center as a training session 
for public school administrators. 
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The set of questions developed by the practitioner to structure 
an Interview more effectively may be adapted to meet the needs 
of other special education administrators. 

The evaluation Instruments may be used as they are or may be 
adapted, if an activity is replicated by a school district or 
an education center. 
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RECOMMENDATIONS 



The various activities which comprise the practicum were of great benefit 
not only to the participants, as evidenced by the evaluation, resultps, but also 
to the practitioner. It is hoped that some or all of the activities will be 
replicated by other school administrators wh;> share the practition<?r *s concern 
on current procedures for staff selection. The practicum had a decided impact 
on a small population of administrators in special education in a given 
geographic area. The problem has not been eradicated, though, and a great deal 
of training and renewal of skills is still naeded, if the process of personnel 
selection for special education staff is to be significantly changed and 
improved. Specific recommendations are as follows: 
Replication of practicum activities 

Demonstration of interview techniques be included in state 
and local conferences on special education 

Periodic sessions be held among Special Education Directors 
to discuss mutual problems and to keep open channels of 
communication 

Results of practicum be shared with otiier administrators 
in the field through publications in state special 
education journals. 
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AP'ENDIX A 
PIlACTICli'I DESIGN CHART 



Objective 



Activity 



Tine-Line* 



1.1 Practitioner will conduct 
needs asscssinent to idin- 
Clfy problem nrcas in the 
planninc and selection of 
staff for special educa- 
tion p'-ograins. 



n 
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1.1 Vidaurri will d.r^in an inter- 
view fo.m reflectinp, known 
conc'.'rns in staff selection 
and certification 



1.2 Vidaurri will interview four 
Directors of Special Education, 
four Personnel Directors, a 
certification official from 
the State Education Agency, 
and three collejie/university 
Sp. Ed. Dept. Chairmen (some 
nenbers of Advisory Council 
included. 

1.3 Survey literature for research 
findings on competencies of 
successful special education 
staff. 



1,1 Sept. 10-30 



1.2 Oct. 1 - 
Nov, 14 



1.3 Aug. 1 - 
Nov. 30 



*Modifications are 



Evaluation 
(Context - Input) 



1,1 Jm designed to be used 
in interviews 



1,2 Form applied and tompletcd 
at inteniews 



1,3 Data collected from survey 
of literature 
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identified where needed, 
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Objective 



Artlvltv 



Deslt^nino Ant! nevcjo£l_n_r, 
Pfaccicun _ 

M'Yractitloner will 
collect data from 
needs assessment, 
analvze and orp.anize 
flndln^u, ■ :. ' 
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2.1 Collect and Analyze data 
frnm search of current 
literature on coir.petenctes 
of, successful sped jt 
education staff. 



2.2 Collect and analyze data 
from interviews of 

of directors, a state 
certification officer, 
and coUere/university Sp, 
Ed. Denartnent Chairnen. 

2.3 Plan, design and connlete 
nini-course self-study 
which will consist of a 
sourcebook. 

lA Plan and deslftn a one dav 
senlnar "Channini! the Staff 
Selection Procesf," for 
Directors of Special 
Education. 

2.5 Plan and desir.n pre aiid 
post-test for sourcebook 
and an evaluation form for 
feedback on effectiveness 
of sourcebook, 

2.6 Plan and dcslr.n a checklist 
to be I'scd by practitioner 
In the observations of 
interviews by Directors of 
Special Education. 



Tipp-Mne 



2.1 Oct. 15 
Dec. 15 



2.2 Nov. n ' 
Dec. 1 



2.3 Nov. 15 - 
Nov. 30 



2.« April 1 ■ 
May 10 



2.5 Har. 20 - 
Mar. 25 



2. fi April !w - 
Apra 15 



Evaluation 
(Context - Inpu t) 



2.1 Sucmary of literature 
search 



2,2 Analyze data - prepare 
necessary tables 



2,3 Sourcebook - roueh draft 



2 , k Evaluation instriinent 



2 . 5 Ptc/rost test and 
evaluation form 



2.6 Observation checklist 



Jo 



i 

VO 

OMcctlve 


Activity 


Tine - line 


Evaluation 
fCnntext - Input) 


Innlcnentinp Practlcum 
3.1 rnctlcioner will ira- 
nleirent a spries of 
activities to achieve 
a change in the 
process of staff 
selection in special 
education programs, 


2.7 Hnn^l de.'iiyn evaluation 
instrument for soininar, 

3.1. Present plan of activicies 
to Advisory Council for 
review and trltlque. 


2.7 April 30 - 
May 3 

J.i Jan. 3 - 12 
April m - 
25 


2.7 Evaluation Instrument 
(Process & Product) ' 

3.1 Sumnary of recommendation 


« 


3.2 Conduct one day seminar for 
directors of special 
education on staff selection 
orocedures. 


3.2 }Iay 26 

• 


3,2 Evaluation instrument 
completed by participants 




3.3 Initiate the mini-course 
self-study. A tar(!et f>roup 
of Directors of Special 
Education will undertake 
the nlni-cours'e utilizing 
the sourcebook as a base. 
This parallel procedure will 
reinforce seminar 
activities. 


3.3 May - June 


3. 3 Pre/post test. IJZ 
correct on pcst-test is 
criterion for mastery, 




3.4 Disseminate sourcebook to a 
larger population of 
Special Education Directors 
f'd other professional 
Cillea,t;ues. 


3.4 April 15 - 
May 10 


3. /i Note number of source- 
books disseminated 
and number of responses- 
received. 


4 
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3.5 Make observations of inter- 
views conducted by target 
population of directors who 
attended the seminar and/or 
did the n.lnl-course self- 
study, 


3,5 May 10-25 


3.5 Cor.nleted observation ■ 
checklist 



Actlvitv 



Evaluation of PractJ^cura 
4.1 Practitioner vilT 
conduct formative and 
sunr.atlve evaluation 
activities. 



3.6 Applv inforrntion rnthered 
for sourcebook to the 
teacher interviews heinf; 
conducted bv practitioner 
' for the department. 



4.1 Formative (or process) 
evaluation will consist of 
the evaluation Instruraent 
used after inplenentatlon 
of the various practicuw 
activities such as the pre/ 
post test for ninl-course 
self-study, senlnar, and 
dissemination. 

4.2 SuFinatlve (product) eval- 
uation will be reflected 
throu.ch analysis and sun- 
tiarv of the observation 
checklist data. 

4.3 Analysis of the tine element 
in the selection of staff 
after nracticun activities 
are conpleted, will also 
yield product evaluation. 

4.4 narrative description of 
evaluation activities, 



3.7 April 12 
Hav 31 



4.1 March - 
June lOth 



Evaluation 
ffontt^xt - Inniit) 



3, 8 (1) Cnnpare data 

rathered on teacher, 
applicants pre and 
post practlcun 
activities. 
(2) Compare time element 
in the decisions 
made on staff . 
selection, 



4.1 Completed evaluation 
instruments - 



4.2 May 1 - 
May 30 



4.3 May 1 - 

May 30 



4.2 Feoort of observation 
checklist data 



4.3 Finished report 



4.4 May - 
June 



4' Finish product: MAXI II 
report. 
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Activity 



Tire-Une 



Fvnluation 
(Co'itpxt - Tnput^ 



'.'rittn" "nctlcum 
5.1 Prnctitioner will 
write renort of 
nractlcuni activities 



5.1 I'lion ronoletion of an 
;ictlvttv, the practitioner 
_vill writo. un that portion 
or the practicun!. The 
conplete report vill be 
finished by June in, 1976. 



5.1 Oct. 30 - 
, June '76 



5.1 Finished product! 
Practicun report 
(see section on 
evaluation In narrative 
section). / 



1^ 



APPENDIX B 



Special Education 
Staff Selection Process 

DIRECTIONS ; Mark T or F for each statement as 
Indicated by blank next to the 
statement number. Some questions Pre 
have specific directions. 

Post 



CERTIFICATION STANDARDS 

(1) Teachers must be certified at the time of service In the area of 
specialization In which they are employed, regardless of the source 
of funds'. 

1. 

(2) A teacher's certificate may be cancelled by certain circumstances 
prescribed by law such as: 

2. conducting school or teaching activities In violation 

of state laws 

3. substantiated evidence that teacher Is unworthy to 

Instruct youth 

4« substantiated evidence that the teacher Is mentally 111 



(3) Special education areas are awarded endorsements to provisional 
or professional certificates except the following - 

5. [ blind and visually Impaired 

6. Deaf and/or severely hard of hearing and speech 

7. Communications Disorders 

(4) No special certification Is needed to teach In the following 
assignments: 

8. Homebound or hospitalized class 

9. Pregnant students class 

10. Physically handicapped class 

(5) Special Assignment Permits are available to persons who hold 
Provisional Certificates but who are assigned to teach in areas 
other than those covered by their certificates 

11. > 

(6) Special Assignment Permits are not Issued in the areas of the 
blind and deaf 



12. 



60. 

STAFF SELECTION PRACTICES 

(7) Interviews, reference checking, and transcripts are jsubjective but 
very reliable tools for staff selection. 

13. 

(8) Interviewing is an acquired skill which draws on science in 
several of its ar.pects 

14. 

(9) Research indicates that interviews are best for measijiring 
persuasiveness 

15. 

(10) The "Halo Effect" phenomenon occurs when the interviewer identifies 
numerous desirable characteristics and ccmpetencies in an applicant 

16. 

(11) Great success has been experienced by employers who make a practice 
of hiring the handicapped 

17. 

(12) The Teacher Perceiver Interview Guide can be used to plan a self- 
improvement program for teachers. 

18. 



fa 
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APPENDIX, C 



May 17, 1976 



Dear 



You are invited to attend a SEMINAR on "Changing the Staff Selection 
Process." This SEMINAR is being presented as partial fulfillment for a 
post-gradu-ate study. It is being held at Incarnate Word College-^Marion 



VfHEN: Wednesday - May 26, 1976 

TIMS: 10:00 a.m. - 12:00 - Seminar Activities 
12:00 noon - 1:30 - Lunch 
1:30 p.m. - 2:00 - Sharing of Staff Selection 

Procedures 

PURPOSE: To present ideas and techniques to improve the staff 
selection process for Special Education Departments 

Enclosed is the agenda for the Seminar. If you wish to bring forms or 
check lists used in staff selection in your district to share with the 
participants, please 5o so. Ten to fifteen persons are expected. 

Sincerely, 



Otilia V. Vidaurri 
Enclosure 



Hall. 




SRI TEACHER PERCEIVER ACADEMY 



|ypUil QREATEST^ra^^^ MANKIND. . . 

f iillttb besiire there Is a teacher in every classroofti who csres thai 
ii'iwry atudent eve^ day learns and grows and feels like a real 
t^ihiinwi being. TheSRITea^ 

^fawvnpllsh;^ task through careful, sophisticated selection and 
llideveloprnent of teachers who are truly committed to students. 

^^The effKlNseleotlon/place^m and development of outstand- 
llnjj teachers lsthe t)e8t wey for you to facilitate the growth of 



v^^achool funds and adrrinistrative energy need not be devoted to 
& lessthan the very best teachers. The obstacle, however, Is how to 
Identify: the best. SRI Perceiver Academies can help you seleci 
) ' and d^op the most outstanding teaching talent avallat^a. 



■fThd 1*9^ 'ntervlew Process Is capturing the 
? jmsiotnatloii of iedura^^^ all across the country: Some of the 
\^coiititry's most outstanding edt»oational leaders are involved jr 
■ :;:The Teacher Perceiver Acadpy. We are currently working i 
i^v schools In nearly twenty states from Georgia to Washington; from 
;';T^ to Minnesota. Current participants express excitement 
:: :about;What their Involvement with the Ac^ has meant In 
;!:vter(Tis d their Qw^ as well as Its 

AiJmpliGatlonifor the growth and: d^^ their school 



, '/Comments, following the litervlew have been overwhdn' ■ :/y 



:;; 1s the best Interview they have had. . .A veteran teacher ^ild the . 
'i;other day thai (or the first tirpe she was leaving an interview 
:^ situation with the feeling that the Interviewer had a good picture : 
'' of her as a teacher. She also Indicated that if the questions 
reflected bur sifstem'i^^^ It would be a privilege to 
bleach In the syfle^^ 

: ■ ? ' V, DIrsrtor o! Personnel . 
', 5 : ^ ■ ■ WtovllleCltySc^^^^ 



r:! ?Afler recognizing that bur appiwh to teacher selection wa;; 'by 
iftheseatofthepants'f we were excited to learn of the SRI Teacher 
^JPercelver Interview Process: We nov^ feel, after Implementing it, 
hlhat It has (nore clearly enatiled !^ io differentiate between the 
^mediocre and the gifted taacher^^i^ , 

i:^;;V'v:-r.: -^^-Asslstafitli^^Hntendw^^ 



' hew iiwiizi ;^ the Teacher 

::lpeiee(ver:Piwe88'ls not lu^^ totlfying the good teacher but 
:-perft8«TO Importantly fdr-M^^^^ -those already;:; In the 
:i^)mles^ professionals and as human 

^^MntiBi/Ihe support: and. insights -offared to teachers by the 

'^■Rev.AlbwCt^^^ 
; :^ I)lrectof:of Secondary Ed 
^ :;l;:NewOrlean8:Prov(nce,ofTheS^^^ 



THE PERCEIVER PROCESS,.. 

Thr^jgh over twenty yeare of researching the best talent in 
edv.'iation, SRI Perceiver Academies has established a process for 
icl^lfying the very best administrative and leaching talent. The 
process involvesastructured, stress-free Iritervlew which Is used 
to Identify the success patterns, or basic life them 

Separ^e interviews have been developed for admlnlslra- 
tors and taachers. We believe If you want to know abouta person: 
It is best to ask them, and then believe what that person says. This 
Inteiview process is direct, quite simple, yet revolutionary, and 
the results have been highly predictive of on-the-job performance. 
The interview provides a keen understanding of each person's 
strengths, motivations and values-an understanding necessary 
in personalizing staff development/ ■ : 



PERCEIVERACADEMIESSEMINAR PROGRAMS.. 

SRI Perceiver Academies provides comprehensive training 
opportunities which can help you develop the Insight and under- 
standing necessary for installing either the administrator or 
teacher s^em of selection and development in your school. Our 
objective is to help you learn these unique and effective interview 



The tralnir^^ programs (or the Administrator Perceiver Process 
and the Teaciier Perceiver Process are separate. Vou must enroll 
in one or the other separalely.However, one is (lot a prerequisite 
for the other, and p may select either; . ■ ■: ; : s : . 

In either , training program,- you begin with , a llirewlay 
Introductory Seminar which will provide an overview of the 
process and an opportunity! for you jo test^pr skills : in 
''perceiving'Mhe presence or absenceot talent through tto^ 
the Interview guide. From the Insights 'gained during \U 
Introductory Seminar, you will be able to nwr^^^^^^ 
the specific ways In which p ,. Intend loicontinuO'^p^ 
development with the Academy. Follow-up training 1^^^^^ 
the three^ay session Is necessary lo bujld ;confidence and 
competence in the useof the Interview guldi/| ;-;;, :>;^^^ 

The necfisary follow-up training and resultant certification as an , 
. SRI Teacher or Administrator Perceiver Specialist can be secured 
through correspondence, through attendance at Continuation : 
Seminars, Tacombinatlon of the two. ' : 

These and other, options will discussed at ihe. Introductory 
Seminar sessions. Dates and lixatioits are listed on t^k.of this 

■brochure.,. . ' '■•r/-'''''::: ■}'-''\': ■ , 



SRIPERCEIVERACADEMIESSTAFF..* 

Donald 0.^aifton,Ph-D., President 
Victor A. Cottrell, Ed.D. Executive Director, A.P.A. 
Kenton R. Hilt, MA., Executive Director, T.P.A. 
BetteMcConaughey, Associate Coordinator: . , r 
Jo Ann f^lller, M^A,, Executive Coordinator 
Gale D. Muller, Ph,a, Executive DlfBctorrSRl^^^^^ : 
' William J. Preuss, Ed.D.« Senior Analyst : 
Connie A< Rath, M.A., Executive Associate ' , ' . 
• Edward Tafoya,B.S., Executive Assoctale^ . ' 

Perceiver Specialists from local school dist^^^ 



SRI ADMINISTRATOR PERCEIVER ACADE»MY 

GREATSCHOOLS DO NOT JUST HAWEN::^ 

Outstanding schools are iie result of a tremendous' 
thought, planning and eftrt by managers who. can multiply--" 
mansgers who can mobilize the human resources within, our" 
schools.Our research suggests the. best way to help a school 
system reach itsobjectives is to^select and develop managers who', 
can help persons within the sdK'Di grow and achieve their goals.!^ 

Cfreful, sophisticated selection and development of administra- 
tors, whocanfacllltate thegrowth and developmentof teachers, Is; 
essential to maximize the growth of students. : 



THE ADMINISTRATOR PERCEIVER PROCESS WORKS.. . ■ ; 

The Administrator Percdver Process h?: been enthusiastically ; 
accepted by i educational leaders th;oaahout the country. ; 
Educators Involved In the Academy Include: - 

Dr. George Bailey, Supt. of Schools 

Northglenn-Tliornton School District ; , . .J' .'^ 

Denver, Colorado 

Darrell Bostick, Assistant Supt. of Pe^^ 

South-Western City Schools ^ : ; ' • 

Grove City, Ohio ; ■ , 

Dr. George Carnie,Supi of Schools : : - ' 
: Worthington, Ohio , 

Dr; Sam Scarnato, Deputy Supt. 
NewOrleans Public Schools , : ; \ 
Kew Orleans, Louisiana : . 

Dr. PauiToms, Supt. of Schools : , - ^ 

York, Nebraska 



CHOICEOFSERVICES 

The Administrator Perceiver AftKlemy^ .1 

*'Conducl$regular se^lona to teach'^^^ ; 
Administrator Perceiver interview; : . : ■ 

' Studies the administrative strengths of current administrators ;:; 
. and consultslwlth' schools toward :grea^^ 
administrative talent currently In the district.. , ,' ; ; , 

' Assists school boards in the selecttoniof SuperlntenM^^ 
: Schoolskl other Central Office Administrators.. > 

' Assists In theformation ofpe^ 

■.'.administrators.;'- :?■•:;■:■■'■■, ■ ■■; v ,/''y-:^:-'} 



. ' Cooducts adminlfrlrator development workshops. ; 



SRI TEACHER'PERCEiVER ACADEMY 



SRI ADMINISTRATOR PERCEIVER ACADEMY 



SKI PERGIIVER 
ACADEMIES 



INTRODUCTORY SEMINARS 

You can begin the Teacher Academy Training Program by aii 
any one of the (ollowi Introductory Seminars : 



ending 



INTRODUCTORY SEMINARS 

You can begin the Administrator Academy Training Program by 
attending any of the following Intr oductory Seminars; 



LINCOLN. NEBR. 
January 7'8'9 
March 31-Aprin.2 
June8-9-t0 

CHICAGO. ILL. 
January 12-13'K 
March 9-10-11 
May 4-5-6 
June22'23-24 
August 34-5 

COLUMBUS, OH. 
January 19-20'21 

July 6-7-8 

CLEVELAND. OH. 
February 24-25-26 
May rvl2-13 
Augujt 10-11-12 

DENVER. COLO. 
January 27-28-29 
March 16*1718 
April 27-28-29 
June 15-16-17 
July 20-21-22 

Yoa can arrange 
place of your own 
forrletails. 



NEW ORLEANS. LA. 
February 2-3-4 
April 13-14-15 
June29-30~July 1 

MINNEAPOLIS. MINN 
February! 0-1 M 2 
March 23-24-25 
May 17-18-19 
July 27-28-29 

PHOENIX. AZ. 

February 17.18-19 
April 27-28-29 
August 17.18-19 

DALLAS. TEX. 

January 7'8-9 
April 21-22-23 

HOUSTON, TEX. 
March 2-3-4 
July 13-14-15 

P|NEDALE,WYO. 
March 23-24-P5 
May 4.5-6 



ST. LOUIS. MO. 

February S-'^-B 

ATLANTA, GEO. 

February 1011-12 

SEAHLE.WASH. 

March 2-3-4 

BOSTON. MASS. 
March 8-9-10 

McALESTER. OKLA. 

March 29-3031 

LOS ANGELES. CALIF. 

March 31~April 1-2 

COLUMBIA. S.C. 
May 17-18-19 

TERRE HAUTE. IND, 
June 23-24-25 

RALEIGH. N.C. 

July 12-13-14 



for a special Iniroduciory Seminar at a time ant 
choosing. Contact the Teacher Perceiver Acaden*-;: 



CONTINUATION OF COMPETENCY SEMINARS 

Aftkjr the Introductory Seminar you cbn continue your training a' a 
Teacher Perceiver Specialist through attendance at any of the 
foHowinfj Continuation for Competency Seminars: 



LINCOLN, NEBR. 
January 7'8 
March 31 -April 1 
June 8-9 

CHICAGO. ILL 
January 12-13 
February '2-13 
March 9-1 a 
f^W^ 8-9 
Wfay 4-5 
Jjne 1-2 
Iur,*2?'23 
Augb:',;i-4 

COLUMBUS. OH 
Jini'arv 19-20 
Ap^'s'T 
iy!y6-7 

aSVELAND. 1/ 
f aruary 24.25 
May ;i-12 
AuDuiilOll 

DENVER. COLO. 

January / '.38 
Febrja'V 19-20 
March 11 1? 
ApMr27.23 
Wiv25.?6 
June 15-16 
Ji" ''^ 



NEW ORLEANS. LA. 

Febiuary 2-3 
April 13-14 
June 29-30 

MINNEAPOlfS.MlNN. 

Febrwry 1011 
March 23-24 
May 17-18 
July 27-28 

PHOENIX, ARIZ. 

Fcbriiarv 17 18 
April 27-28 
Mayl'MB 
August 17-18 

DALLAS. TEX. 

January 7'8 
April 21-22 , 

HOUSTON. TEX. 

h\\ 13-14 

PINEDALE.WYO. 
March 23-24 
May 4-5 



SV LOUIS. MO. 
FeL jary 3-4 

ATLANTA.' GEO. 

February ion 

SEAHLE.WASH. . 
March 2-3 

BOSTON. MASS. 
March 8'g 

McALESTER. OKLA. 
March 29-30 

LOS ANGELES. CALIF. 

March 31- April 1 

COLUMBIA. S.C. 
May 17-18 

TERRE HAUTE. IND. 

June 23-24 

RALEIGH, N.C. 

July 12 13 



LINCOLiy, NEB^. 

JaniLirv t9-2021 
fVli'ch 29-3^31 
June 7 S-9 

CHICAGOJLL, 
March 8-9-10 
May 34-5 
June 21-22-23 
August 2-3-4 

DENVli^.CCLO. 
January 26-27-28 
March 15-16-17 
April 26-27-28 
June 14-15-16 
July 19-20-21 



NEW ORLEANS, LA. 
February 4-j S 
April 12-13-14 

CLEVELAND, OH. 
February 23-24-25 
Ma^f ^9 ;1-12 
Au3u5t3-I01 1 

i^OU.^TON.TEX. 
March 1-2-3 
July 12-12-14 

COLUMBUS, OH. 
April 5-6'7 
July &6-7 

MINNEAPOLIS,MINN. 
July 26-27-28 



.You can arrange for a special Introductory Seminar at a time and 
J place of your oyvn choosing. Contact the Administrator Perceiver 
^Academy. 



CONTINUATION FOR COMPETENCY SEMINARS 

After the Introductory Seminar you can continue your training as an 
Administrator Perceiver Specialist through attendance at any of the 
followinfi Continuation for Competency Seminars: 



LINCOLN. NEBR. 

January 20-21 
March 3031 
June 8-9 

CHICAGO, ILL. 

March 9-10' 
May 4-5 
June 22-23 
August 3-4 

DENVER. COLO. 
January 27-''8 
March 16-17 
April 27-28 
June 15-16 
July 20-21 



NEW ORLEANS. LA. 
February 5-6 
April 13-14 

CLEVELAND, OH. 
February 24-25 
May 11-12 
August 10-11 

HOUSTON. TEXAS 
March 2-3 
July ;3-14 

COLUMBUS. OHIO 
April 6-7 
Ju!y&7 

MINNEAPOLIS.MINN. 
July 27-28 



DEDICATED TO" SELECTION, 
PLACEMENT^.^N^- :^EVELOPMEN 
OF TEACHER- ' :u CARE THAT 
EVERY STUDElVi, EVERY DAY, 
LEARNS AND GROWS AND 
FEELS LIKE A REAL 
HUMAN BEING. 



SRI PERCEIVER ACADEMIES 
2546 South 48th Street 

PO Box 6438 
Lincoln, Nebraska 68506 
(402)489'0351 




APPENDIX E 



As a specialist in education your expertise and views 
are very valuable to me. I am attempting to complete a 
practicuT^i as part of a post graduate propram in which the 
staff selection nrocess for special education will be examined 
.^nd a plan to improve it will be de?;i?>ned and validated, 
P'nclosed please find three itiems: (1) Sourcebook, (2) evaluation 
forn, and (3) self-addressed, stamped envelope. 

The sourcebook is a sijtnificant part of the Proiect. 
V'i}] you take a fo^^7 minutes of your time to review it and 
complete cbe evaluation form quite candidly? Modification 
and revl*=:.ions will be made b^tsed on the feedback received. 
Your contribution and assistance are greatly appreciated. 

If for some reason you cannot do this, please return the 
complete packa{7,e to me. The cost of xeroxing is astronomical I 

Sincerely , 



Otilia V. Vidauarri 



APPENDIX F 
EVAI.UATION 



64. 



DIRECTIONS : Please circle the number , on the five point scale, which best 
represents your reaction. The higher the number circled, the more you 
agree with the statement, A number "3" denotes no opinion, 

1, To what degree were the objectives of the source book met? 
Low Degree 1*2 3 A 5 High Degree 

2, I have reached a higher level of awareness of the staff selection 
procees for special education personnel. 

No Awareness 1 2 3 A 5 High Awareness 

3, The "Recommended Competencies for Special Education Staff Roles" 
will be of assistance in the sel^?ction of staff. 

No Assistance 12 2 4 5 Great Assistance 

4, The new Guidelines for Certification of School ii^ersonnel in the 
State of Texas are clearly described. 

Not Clear 1 2 3 A 5 Very Clear 

5, The section on "Practices and Techniques In the Selection of 
Personnel" was helpful • 

Not Helpful 1 2 3 4 5 Most Helpful 

6, The "Special Education Role Descriptions" helped to clarify the 
responsibilities inherent In each role. 

Not Helpful 1 2 3 4 ) Most Helpful 

7, The section on "Challenges for the Putui^'e" Is relevant to current 
issues. 

Not Relevant 12 3 A 5 Very Relevant 



Commentn : 



GENERAL DATA ON .vE VI EWER 



POSITION : 



Director of S p . K d . 

Coordinator 

0 che r Admin . 

Director of Personnel 

Professor of HIE 

ESC - Staff 

Oth^r - Specify 



i):STmCT TYPK: 



DISTPvICT SIZE 



' ub r, r /• a n 



r 

C u L> i: 



o r 



on 



o o n 



500 - 
10,000 ^ 
2 5,000 - 
50,000 « 

100,000 « 

Rejrion 

Not apply 



10 , 000 
25 , 000 
5 0 , n n 0 
100, 000 
a])Ove 



T^nonRA.'IS IM SCHOOL DISTI^ICT 



SPr.CIAL ;-DUCATION STUnEMT PO^TLATTON^ 



'[• I": 
T.LI^ 

H n ' 



r,lind 

Deaf / 1: 1 . 
S T' e e c h 
Phy. H. 
I;o:T^e *• ound 
VAC 

Cont rac:*. Serv. 



100 
301 
501 
701 
1001 



300 
500 
70 0 
1000 
2000 



2,001 - 3,000 
3,noi - 5,0<^0 

5 ,001 - fi ,000 

6 , 001 10 ,000 
ESC Region 
Not apply 



Student En ro I lrr.cn t 

S p . Ed. en do r s enen t s offered 



MBI - MR Deaf/U. Imp. 

LLD " Sneecb P.lind/Vis . Inp "1" . 

i: 0 . ' 2_* F. CK ^^^i • . " 1 - 

Generic Other Other ^ 

Total n ur>b e r r e c oinrp. e n d e d o r certification last 
year in Special Educaiilon ^. 
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INTERVIEW CHECKLIST 
Mr. 



65. 




I 



adel ievel(s) oreferred ' 

(List at least two in order of preference) 

o you have a Texas (Circle Yes 

eacher Certificate? one) No If "No", please explain 



Years of 
Experience 



I 



aritat Status: (Circle 

one) Single 

If married, spouse's 



Married Widowed 



Divorced 



Separated 



name 



occupation 



Numlinr and age(s) of children , 

JH^ow many days of absence have you had from work in the past two years? 
Heioht ^ Weight \ 



t 
I 



INTERVIEW EVALUATION 



(Check appropriate blocks) 



1. AI'PCARANCE 
^atllTITUDE 



>tMAND DF 
vwrA;i,lSH 



?<PERtENCE FACTOR 

NO w I. P. or. E OF 

UBJLC r MATTER 

6-PE RMANCNCL 

ROr ESSIONAI. 
ACKGROUND 

8._PC)ISK 

jjf f T; HENCES 

10. r;-At.L GRADE 

MOiNT AVERAGE 



1 

I 
1 

10. f 

I 
I 
I 
I 

ERIC 



HIGHLY 
ECOMMENOED 


RECOMMENDED 


ACCEPTABLE 


NOT 
RECOMMENDED 


NO BASIS 
FOR JUDGMENT 




8 


?! 6 ! 5 


4 1 3 I 2 


1 
























































































I 1 




1 


0 


Honors 

4 


.0 


3 


0 _ 


2 


0 



APPEKDiX H 



EVALUATION MODEL 



NEEDS 
ASSESSMENT 



PROGRAM 
PLANNING 



IMPLEMENTATION 
EVALUATION 



PROGRESS 
EVALUATION 



OUTCOM-: 
EVALUATiCrJ 



N<cds Assessment Involves stating the objec- 
tives to be met and determining how well an 
existing progrant is meeting these objectives. 
H;^ information is used to identify school or 
pri?gram needs. 



In Program Planning, the cvaluator provides the 
prpject director with tools to help make plan- 
nijjg decisions. He also builds into the program 
thf procedures that will be needed for assessing 
whether or not it is operating as planned and 
h^.w well it is achieving its objectives. 



linplcmcntation Evaluation is a monitoring 
process to dclermine the extent to which the 
specified elements of th^ program have been 
in;plemented as planned. 



Progress Evaluation provides inform2t:on about 
the progress of the program's components in 
meeting the program's objectives. This informa- 
tion Is used to modify the program where 
necessary. 



Outcome Evaluation provides information 
about the success of the entire program. This 
information can support a decision to maintain, 
modify, expand, or discontinue the program. 



EKLC 
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PRODUCT EVALUATION CHECKLIST 
INTERVIEW OBSERVATIONS 

PURPOSE: To be used in observations during interviews by directors (or 
designated staff) in the process of staff selection. 



Date of Observation: 



Type of Position: 


ilupportive 


Teacher Aide 


Years of SrAperience: 


Bachelor' 


Mas te rs 


Doctorate 


Certificate: 


Elementary 


Secondary 


Special Endorsements: 






Position applied for: 







Observations of Techniques and Practices in Staff Selection: 
Check in H — observed: o - not observed 



1# Interview - single applicant 



Philosophy of life 



Professional Obiectives 






• Intellectual ability 






Relates to and with other ueoule 






Past experience and effective Derfonnance 






Compares with others in similar iobs 






Reasons for relocating 






Special areas of competence 






Strengths 






Weaknesses 






Outlook, attitudes, opinions of what 
constitutes emplover/emplovee relationships 






View of positing being considered 






Technical skills 






nterview - group of applicants 






J. Biographical information 






4. Reference checking 






5. Rating Scales 






6. Situational (Problem Solving) 






7. Transcripts 






8. Sociometric devices 






9. Personality check 






10. Evidence of "Halo Effect" 
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SOURCE BOOK 



(Attached under separate cover) 



BIBLIOGRAPHY FOR PRACTICUM 
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AukifiT-ion, Jack and R. Adkisson, "Competencies of the Educational Diagnostician," 
'*ThG iDialwOg, Vol. 4, Feb. 1976, pp. 2-4. 

Allen, Harvey A. and Keith D. Berkeley, "The Reality and the Promise of 
Teaching - To Make a Difference," The Clearing House , Vo. 49, May 1976, No. 9, 
pp. 388-390. 

Amidon, Edmund J. and Ned Flanders, The Role of the Teacher in the Classroom , 
A Manual for Understanding and Improving Teacher Behavior, Revised Edition, 
No publisher or year noted on publication. 

Anderson, Richard Co, C ommuaication ; The Vital A rtery , Los Gates, California: 
Correlan Publicationf*-^ 1973. 

An Investigation a? i!->}il<' of Bias in the Prediction of Job Performance - A 
Six Year Study , ed. :V< i.. A. Crooks, Princeton, New Jersey: Educational 
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